Supervision role is believed to have a significant impact on subordinates 'job satisfaction. In 
INTRODUCTION
This study examined the current state of satisfaction of academics with supervision role of leaders in Malaysian higher education institutions. The research took the form of semismctured interviews and focus group interviews with seventeen interviewees comprised of sixteen academics from three public universities and a former Minister of Higher Education Ministry of Malaysia. The results indicated that there were mixed responses given by all the interview respondents in regards to their satisfaction with supervision. Some issues that instigated dissatisfaction such as fairness and consideration by management people, management strategy and leadership, and lack of consultation, freedom and authority were discussed. The implications of the findings for management-particularly those in public higher education institutions-are discussed. The findings of this study will help in terms of understanding the state of academics satisfaction with supervisory role of their leaders in the higher educational institutions. It was hoped that the findings of this study extended the work of Spector (1999) in the realm of satisfaction with supervision, especially among academics in Malaysian higher education sector.
LITERATURE ON ACADEMICS JOB SATISFACTION
According to Spector (1997) , research findings suggest that job satisfaction is not a static state but is subject to influence and modification from forces within and outside an individual; that is his or her own personal characteristics and the immediate working environment. Spector (1997: 2) defines job satisfaction as 'the extent to which people like (satisfaction) or dislike (dissatisfaction) their jobs'. Furthermore, Okpara (2006) argues about the significance of understanding the job satisfaction of employees as: '...work is an important aspect of people's lives and most people spend a large part of their working lives at work, an understanding of the factors involved in job satisfaction is crucial to improving employees' performance and productivity' (p226).
Academics in higher education of Malaysia are anticipated to uphold the nation's aspiration of achieving a world class education level and produce multi-skilled and competent individuals. On top of that, academics are an important player in numuing the government's aims for the harmonisation and oneness of its people that will then wry the aspiration of the nation towards being a fully developed country by the year 2020. Their contribution in disseminating knowledge and cultivating the value of research and innovation has always been scrutinised by the government, the industry, university management and the society.
Global and national continuous development in education produces significant challenges for higher education and academics. Issues such as globalisation, internationalisation of education, societal and industrial demands, and government intervention policies are some of the variables that affect higher education and academics (Arshad, 2007; Mohamad, 2002) . According to K h a i~n n~~a m (201 11, the impacts of these key issues and drivers on academics need to be vigilantly managed by the government and the management of universities, as academics may view them as burdens rather than as challenges. In particular, higher education academics attitude of job satisfaction is important to the higher educational sector in Malaysia generally, and to the universities primarily. As reported in past research, it was consistently found that 6job satisfaction has significant impact on academics' excellent performance, high commitment, and low turnover' (Noordin & Jusoff, 2009: 125) . On top of that, even though academics' job satisfaction contributes only a very small fraction towards achieving universities' and the higher educational sector's strategic goals, it may have a significant impact on assisting the development and sustainability of the sector. Simply said, happy will in turn be highly performed and highly committed workers, and the universities and the higher education sector will benefit in terms of having quality academics. Spector (1997:3) 
METHODOLOGY
The study was conducted qualitatively via interview method. The research took the form of semi-structured interviews and focus group interviews with seventeen interviewees comprised of sixteen academics &om three public universities and a former Minister of Higher Education Ministry of Malaysia. Demographic characteristics of the interviewees are shown in Appendix 1. purposeful self-sampling and snowball sampling techniques were implemented. It was necessary in order to find participants who are knowledgeable, are able to provide balanced and will contribute to the theoretical framework of the study (DeCuir-Gunby, 2008). Formal invitations were, sent to several key-person and academic staff in several Malaysian universities to take part in the study.
TWO types of interviews were conducted for this study-key-person interviews and focus-group interviews. Key-person interviews consisted of semi-structured interviews with eight key players of higher education who are also academics except one participant who is a former Minister of Higher Education. Before he was involved in politics and appointed as a minister, he was an academic with 17 years of lecturing experience. His participation in this qualitative study is essential since he had once been the forefront of the Malaysian higher educational sector. Besides the minister the other key people being interviewed were a Deputy Vice chancellor, a Director of a university's branch, a Deputy Director of Academic Affairs of a university's branch, a Dean, a Director of Public Relation Department of a public university cum senior lecturer, and a Coordinator of Academic Program of a public university's branch. The key person sample was considered essential in respect of their knowledge of university and government policies, together with their overall role and knowledge in coordinating programs and academic staffs affairs. Focus-group interviews consisted of two semi-structured interviews with nine academics from two public universities. The interviews were semi-structured and conducted informally to ensure that information given by the interviewees is in a personal capacity and does not represent views of their organisation. Different sets of questions were delivered to both key person and focus group. Key persons were asked to give responses about their own job satisfaction and their opinions about their staffs satisfaction with each of the key factors, while focus group were only asked to answer each question-that related to themselves. The interview schedule can be found in Appendix 3.
RESULTS AND DISCUSSION
A question had been asked in each of interview sessions held with the entire interview respondents, about their general feelings of satisfaction with supervision. Table in Appendix 2 depicts this data. According to the findings in Appendix 2, six interview respondents ( u 1 , KP2, KP3, KP5, KP6 and FG2-1) mentioned that they are satisfied with the supervision aspect. Interestingly, five focus group respondents (FG1-3, FG1-4, FG1-6, FG2-2, and FG2-3) said that they were dissatisfied with supervision. Only three had stated that they were neither dissatisfied nor satisfied (KP7, FGl-1, and FG1-5), while the rest had conveyed an unclear or no response at all towards the question. The interviews findings show that satisfaction toward supervision came mostly fiom the academics in management position, while dissatisfaction came from the operational level academics. These findings also show that academics were apt to cssess supervision as an important factor that contributed to their overall job satisfaction. Therefore, the qualitative study's finding supports Oshagbemi's (1997) , Wazkiewicz (1999)p and Donnelly (2006) outcomes that supervision is a pertinent factor that influence academics job satisfaction. 
Dissatisfied Respondents
Five focus group respondents (FG1-3, FGI-4, FG1-6, FG2-2, and FG2-3) stated that they were dissatisfied with the supervision factor. Some issues that instigated dissatisfaction among respondents were fairness and consideration practised by management people, management strategy and leadership, and lack of consultation, freedom and authority. These dissatisfactio~ were specifically elaborated in the next section. 
The f o n e r Minister's view is shared by the dean of a faculty (KPI). She argued that: A leader's behaviour has a great impact towards academics 'job satisfaction. As a leader, we need to be transparent, share all information we have with our staff except on conjia'ential things, and pull out any barriers between us and our staff. Be in their shoes to understand their needs and what they could contribute to us... When we are very open to them, they will be comfortable enough to talk and share their views, their problems with us.
In accordance to the views and suggestions of KP1 and KP4, showing good leadership values will get him the full respect and support of the staff. However, a bad leader will lead to dissatisfaction. Pertaining to this situation, a lecturer (FGI-2) asserted that she is dissatisfied with the management strategy and leadership when she stated:
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Hence, in these universities the lack of ~e e d o m seems to be leading to many instances of job dissatisfaction among academics in the operational level.
From the findings of the interviews with key persons and also with academics in focus groups, it was clear that supervision role was generally perceived as an influential factor with significant implications on academics' job satisfaction and dissatisfaction. Apart from the general satisfactions and dissatisfaction findings, the study also showed that there were three different issues being spoken of by respondents which were perceived as important measures on academics' satisfaction with supervision. These. issues were fairness and consideration, management strategy and leadership, and consultation, freedom and authority.
CONCLUSIONS AND RECOMMENDATIONS
This study has provided findings related to the satisfaction of academics in Malaysian public higher education institutions with the supervisory role of their university leaders. In light of the findings in the study, according to Deery (2008) it is worth considering that at the organisational level, there are a number of actions that can be adopted by the university management to increase and maintain the satisfaction of academics with supervision. The following implications for the university and policy makers have been identified.
University managers, as far as is reasonably possible, need to give academics sufficient control over the way in which they perfonn their duties (Villanueva & Djurkovic, 2009) , which may require that particular attention be paid to job design approaches, such as skill utilization (Khairunneezam, 2004) . Furthennore, university managers should attempt to ensure that their employees do not feel isolated or undervalued, and that they have the opportunity to attain an appropriate success in their career (Villanueva & Djurkovic, 2009) , as compared to any other academics in the same university or firom other universities.
From a managerial perspective, encouraging a high level of job satisfaction is an essential part of retaining academic staff (Khairunneezam, 2004; Oshagbemi, 1997) . As a means to alleviate turnover intentions, university managers may improve aspects of the academics' jobs. The extent to which employees feel that their job is pleasant and enjoyable is important, and for this, management must attempt to create a working environment that is conducive to job satisfaction (Villanueva & Djurkovic, 2009 ). For instance, Noordin and Jusof (2009) argue that it can be very difficult for university management to communicate with the majority of their academic staff. Conversations regarding an academic staffs work environment can fall to the wayside, and in some instances, never take place (Noordin & Jusof, 2009 ). Hence, organisational climate surveys that occur on a scheduled basis (e.g., annually, biannually, etc.) can be a more efficient way for the management to gather important information (Khairunneezam, 2004; Noordin & Jusof, 2009 ). In the common pe~SpectiveS of university academics, this study found that good relationships with CO-workers and superiors are also essential to academics. Hence, as Vjllanueva and Djurkovic (2009) argue university managers should look to facilitate the development of a harmonious and supportive culture at the university. In particular this can be done by focusing on improving the operating conditions of academics. Evidenced by the findings in the current study, the university should at their best set up a good quality and sufficient quantity of facilities such as lecture halls, teaching aids, internet connection, photocopy machines, and so on. Furthermore, comfortable working conditions, and optimum work responsibilities also should be carefully administered by the university in order to sustain among academics.
Further similar works need to be initiated in the broader area of Malaysian higher educational sector with focusing on private universities. It is anticipated that through the outcome of the current study, future research will explore the association of satisfaction with supervision with the consequences attitudinal variables such as work stress, organizational citizenship behaviors, perceived organizational support, and intent to leave the organization.
